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In this study, I " try to explore the level of 
organizational commitment among employees in Hong Kong and its 
relationships with various personal 
variables. Data was collected 
factors and work related 
through self-reported 
questionnaires and subjects were alumni of the Chinese University 
of Hong Kong in the past fiye years. 
This study covered two thousand one hundred and thirty 
seven graduates of which 847 are useful respondents. The overall 
average score of org~nizational commitment is 3. 00 among the 
respondents. This figure is lower than the scores obtained in 
similar studies done in other countries such as united States, 
Canada, Norway, Japan and Korea. Since the score is relatively 
low, I believe that special attention is required to look into 
this issue to prevent the situation from further deteriorating. 
The results show that organizational commitment 
significantly correlates with job nature and characteristics, 
intention to turnover, job satisfaction, age, job tenure, and 
pay. However, there is no significant relationship with sex, 
frequency of job change, and frequency of absence from work. 
A factor analysis was conducted in this study, which 
reveals three components of organizational commitment, namely 
affective component, continuance commitment, and normative 
commitment. Since organizational commitment is a complex 
construct, I suggest that companies should learn to cUltivate the 
right kind of organizational commitment, i.e. affective 
commi tment, in employees and prevent developing unnecessary ones. 
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This study aims at providing a general understanding on 
the level of organizational commitment and its characteristics 
among Hong Kong employees. Readers must be cautious in making any 
generalizations of the findings. Future studies on a longitudinal 
basis are recommended to futher explore this topic in Hong Kong. 
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Introduction & General Background 
Human resources are important assets in an organization. 
In order to be successful, an organization must strive to obtain 
and mantain an efficient work force. It is generally believed 
that the level of organizational commitment is a useful 
measurement in understanding a range of critical employee 
behaviours in organizations. For example, if organizational 
commitment among employees is high, the performance of employees 
may be higher and better as well (e.g., Meyer, Paunonen, 
Gellatly, Goffin & Jackson 1989). Moreover, committed employees 
are believed to be less likely to leave an organization than 
those who are uncommitted (e.g., Porter, steers & Mowday, 1974; 
Angle & Perry, 1981). Understanding these behavioural variables 
enhances the organization in making sound policies and decisions 
in relation to employee issues. 
Organizational commitment is an important attitude of 
employees because poor performance and turnover are costly to 
organizations "'J;< Plenty of researches have been done to examine the 
link between organizational commitment and various work-relevant 
factors and employee demographic variables (e.g., Angle & Perry 
1981; Hrebiniak .. & Alutto 1972). Looking through the literature, 
most of the researches were done using samples in the united 
states. Their primary objective was to determine the predictors 
and consequences of organizational commitment. 
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Recently, there are considerable efforts in exploring the 
level of organizational commitment in other countries. These 
researches aimed at comparing the difference in organizational 
commitment among different countries in order to explain the gap 
between their productivity rates. For example, Luthans, McCaul, 
and Dodd (1985) compared the levels of organizational commitment 
among American, Japanese.! and Korean employees. Another follow-up 
research has been done a few years later to boarden the' 
international comparison base by adding an unique culture -
Norway (Rosenkrantz, Luthans & Joynt 1989). The score on Norway 
was then compared to the existing commitment data from the 
previous studies. 
There has been comparatively little research, however, 
examining the organizational commitment of employees in Hong 
Kong. until very recently have studies been carried out to 
investigate the level of organizational commitment among Hong 
Kong employees. Chow (1990) surveyed a sample of 201 middle level 
managers. The result shows that the average commitment score for 
the sample of employees in Hong Kong is 4.21 (on the five-point 
Likert scale of the Orga,nizational Commitment Questionnaire 
developed by Mowday, steers, Mowday & Boulian 1974). This is much 
higher than those reported in the united states, Canada, Korea, 
Japan and Norway. However, in Wong's study (1992) of 83 employees 
having different levels of jobs, the average. commitment score is 
at a much lower level, i.e., only 3.03. 
In view of relatively few researches done on 
organizational commitment with special reference to employees in 
Hong Kong, the purpose of this research is to further our 
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understanding in this area. This project will summarize the 
findings on organizational commitment in past researches. It will 
also report the survey results of the present research in 
determining the level of organizational commitment among 
employees in Hong Kong. We would analyze its relationship with 
various personal factors and job-related variables. This 
descriptive research is by no means exhaustive. The primary focus 
is on obtaining a . general understanding about the level of 
organizational commitment and its characteristics among Hong Kong 
employees. 
Definition of Organizational commitment 
There are two major views of organizational commitment 
which have dominated the literature. commitment is considered as 
a multi-facted construct, having both attitudinal and behavioural 
components. Meyer and AlIen (1984) labeled these two views as 
affective and continuance commitment. 
The first view considers organizational commitment 
attitudinal. An individual identifies with the organization and 
therefore, is committed to m?lintain membership in order to pursue 
its goal (Porter, steers, Mowday, and Boulian 1974). The 
individual remains with the organization because they want to. 
This is an illustration of affective commitment. 
The second vi.ew of organizational commitment evolved from 
the work of Becker (1960), who regarded organizational commitment 
as behavioural. Becker described commitment as the tendency to 
engage in "consistent lines of activity" because of the perceived 
cost of doing otherwise. It is believed that the individual is . 
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bound to the organization, through extraneous interest (e.g., 
senori ty, pension pay etc.) rather than favourable affect towards 
the organization. The individual remains because they need to. 
This is an illustration of continuance commitment. 
The above two distinct views have been established over 
the years and no one approach can dominate. For the purpose of 
this research study and the choice of Organizational commitment 
Questionnaire. as an instrument to measure organizational 
commitment, the definition by Mowday, Porter and steers (1979) 
is adopted here. Organizational commitment is defined as the 
relative strength of an individual's identif ication with and 
involvement in a particular organization. "It can be 
characterized by at least three related factors: (1) a strong 
belief in and acceptance of the organization's goals and values; 
(2) a willingness to exert considerable effort on behalf of the 
organization; (3) a strong desire to maintain membership in the 





The construct of organizational commitment is getting 
increasingly important in organizational behaviour research due 
to its relations with various role-related variables and other 
important organIzational outcomes, and its presumed ability to 
predict performance, citizenship behaviour, turnover and 
absenteeism. The sizable literature on commitment supports its 
importance as a useful construct for understanding a wide 
spectrum of critical behaviours in organizations. In this 
chapter, results of past researches will be reviewed and 
summarized. 
commitment and Age and Tenure 
Many past researches were carried out to determine the 
antecedents or determinants of organizational commitment. 
Researchers have found that age is positively related to 
organizational commitment (e.g., Hrebiniak & Alutto, 1972; 
Luthans, McCaul & Dodd, 1985). Younger respondents who have not 
invested a great deal in their careers in a particular 
organization are not as committed to their organizations as older 
employees whose caree~s are more fully developed. Tenure has also 
been found to be positively related to organizational commitment 
(e.g., Luthans, McCaul & Deod, 1985; Shelden, 1971). According 
. to Sheldon (1971), length of service suggests the accumulation 
..: 
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of organizational resources and the development of an 
organizational career. Similarly, it binds an employee to the 
organization due to its pension or profit-sharing plans. These 
two variables, i.e., age and tenure, have been most commonly 
studied and their relationships are found to be most consistent 
with commitment. 
commitment. Demographic and Personal Variables 
Besides the correlation with age, organizational 
commitment is also found to be significantly correlated with 
other demographic variables such as sex and marital status (e.g., 
Hrebiniak & Alutto 1972; Chow 1990). Men and married persons are 
more committed to their work organizations. The significance of 
sex and marital status suggests that differential costs are 
attached for males and females, single and married persons in 
leaving an organization. 
Studies on other personal factors such as educational 
level, religion, family background or intentions to seek higher 
education etc. have also been conducted (e.g.,Luthans, Baack, & 
Taylor 1987; Hrebiniak & Alutto 1972). All these four factors 
were found to be significantly related to organizational 
commitment. 
Educational level was found to be positively related to 
. 
organizational commitment. Religious belief is also significantly 
~"';:""" '. . 
related to organizational 'commitment. In the study done by 
Hrebiniak and Alutto (1972), Protestants showed a higher level 
of commitment than Catholics or employees with other religious 
belief. There were some indications that family background has , 
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some effect on the level of commitment. Through the examination 
of the occupation of a respondent's father and the level of 
organizational commitment , it was noted that respondents from 
blue-collar background exhibit less commitment than respondents 
. from households headed by white-collar or managerial employees. 
Finally, respondents who do not plan to seek further formal 
education exhibit higher levels of commitment than respondents 
with plans for further study and repondents who are uncertain 
about their educational plans. 
However, - more future research need to be conducted to 
investigate the relationship of organizational commitment and 
various demographic and personal factors before any conclusive 
comment can be made because there are variations among results 
in different studies. For instance, the fact that sex was 
significantly correlated with organizational commitment (e.g., 
Hrebiniak & Alutto 1972; Chow 1990) was not supported in the 
analysis of past empirical studies done by Mathieu and Zajac 
(1990) . The meta-analysis showed that, in general, there appeared 
to be no consistent relationship between sex and the level of 
organizational commitment. " 
commitment and Role-related Factors 
Besides individual personal factors, research findings 
also indicate that role-related factors such as role conflict and 
goal clarity or ambiguity are also related to organizational 
commitment (e.g., Hrebiniak & Alutto 1972; AlIen & Meyer 1990). 
stress or pressure may negatively affect the interaction between 
·the individual and the organization. This will in turn affect 
8 
organizational commitment in a negative way. The significance of 
variables such as role conflict, role tension and ambiguity, 
dissatisfaction with organizational reward policies etc. have 
also been discussed. For example, in Hrebiniak & Alutto's study 
(1972), organizational commitment was found to be inversely 
related . to the degree of dissatisfaction with organizational 
reward and recognition policies. Moreover, the level of 
organizational commitment decreased significantly as the level 
of tension or stress increased among the teachers and nurses 
examined. However, contrary to expectation, · organizational 
commitment did not vary as a function of perceived role conflict. 
Commitment and Job Nature 
There are comparatively few studies which have been done 
to examine the effect of the job nature on organizational 
commitment. Some preliminary evidence is provided in AlIen and 
Meyer's (1990) study for the positive relationship between job 
characteristics and organizational commitment. It is found that 
the following three factors were signifibantly correlated with 
organizational commitment: ,<1) job challenge which is defined as 
the extent to which the job is challenging; (2) . personal 
importance which is defined as the extent to which the employee 
feels his importance to the organization; and (3) feedback which 
is defined as the extent to which feedback concerning work 
performance is provided. 
Wong (1992) showed a positive relationship between the 
motivational job characteristics and organizational commitment. 
' All the five core job characteristics (autonomy, job identity, 
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skills variety, job significance, and feedback) and the 
Motivating Potential Score (MPS; an overall indicator of the 
amount of motivational job characteristics) of the Job 
Characteristics Model (Hackman & Oldham, 1976) were significantly 
correlated with organizational commitment. 
commitment and Job satisfaction 
According to Mowd~y & Steers (1979), commitment reflects 
a general affective response to the organization as a whole while 
job satisfaction reflects one's response either to one's job or 
to certain aspects of one's job. Commitment emphasizes attachment 
to the employing organization, including its goals and values. 
Job satisfaction reflects more immediate reactions to specific 
and tangible aspects of the T.,york environment such as pay, 
supervision etc. Unlike job satisfaction which has been found to 
be less stable over time, commitment as a construct is more 
global. A relatively greater amount of time is required for an 
individual to determine his level of commitment which is 
relatively stable and enduring. 
Although job satisf~ction and organizational commitment 
are two distinguishable attitudes, they are related to each 
other. In the revie,w of empirical findings from past researches 
on organizational commitment (Mathieu & Zajac 1990), the findings 
indicated that correlations between job , satisfaction and 
organizational commitment a're uniformly positive in all past 
studies. The level of organizational commitment increases as the 
degree of job satisfaction increases. The more satisfied 
employees tend to be more committed to the organization. 
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Commitment and Turnover 
After examining the relationships between organizational 
commitment and its various proposed antecedents, we will now turn 
to the analysis of consequences of organizational commitment. The 
level of organizational commitment of an individual is predictive 
of his subsequent turnover behavior. This relationship between 
organizational commitment and turnover is exemp~ified in the 
resul t of the longitudinal study of psychiatri,c technicians. This 
study was done by Porter, steers, Mowday & Boulian (1974) over 
a period of ten and a half months. Employees who ultimately leave 
the organization have less favourable attitudes towards the 
organization than employees who stay. It is viewed that each 
individual brings a unique set of expectations, e.g., levels of 
pay, training and promotion opportunities, task requirements etc. 
to the employment situation. They would compare their level of 
expectations with the perceived realities of the job environment. 
The extent to which expectations of stayers have been met is 
higher than that of the leavers. 
The fact that committed employees are less likely to leave 
an organization than those who are uncommitted is also supported 
in the study done by Angle & Perry (1981). Through factor 
analysis, Angle and Perry concluded that organizational 
commitment is not a single construct. Commitment to stay and 
commitment to work are two independent factors which have complex 
implications for organizations. For example, a mere strong desire 
to remain a member of one's organization, i.e., committed to 
stay, does not imply an intention to be a valuable and dependable 
employee in the organization at all. Therefore, we cannot expect 
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a simple direct relationship between organizational commitment 
and overall organizational effectiveness. This principle has 
great impact on the design and implementation of organizational 
policies. 
commitment and Job Performance 
Affective commitment (i.e., emotional attachment to, 
identification with, and involvement in the organization) of 
employees was found to be positively related to job performance, 
whereas continuance commitment (i.e., perceived costs associated 
with leaving the company) was negatively related (Meyer, 
Paunonen, Gellatly, Goffin & Jackson 1989) to job performance. 
These findings reinforce the result in Angle & Perry (1981). The 
value of commitment to the organization depends very much on the 
nature of that commitment. It is therefore important for 
companies to examine their policies to ensure that affective 
commitment of employees is fostered, but not continuance 
commitment. Employees should not be left in a position where they 
have little desire to remain in the organization, but simply 
cannot afford to do otherw~se. 
Multidimensionality of Organizational commitment 
There is evidence for the mUltidimensionality of 
organizational commitment from early studies using the 
Organizational commitment Questionnaire (OCQ). Angle and Perry 
(1981) administered the OCQ to employees of a bus company. Factor 
analysis yielded two factors; one subscale was labelled value 
commitment, the other was labelled commitment to stay. Luthans, 
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McCaul, and Dodd (1985), used the OCQ to compare levels of 
organizational conuni tment of employees in the united States, 
Japan and Korea. Factor analyses of the Urii ted states and 
Japanese samples yielded a single dimension but two factors were 
identified in the Korean sample. 
However, there is doubt on these findings due to 
interpretational difficulty. In Angle and Perry's study (1981), 
examination of the loadings indicates that all the items which 
have their highest .loadings on the commitment to stay factor are 
reverse-scored. In Luthans, McCaul, and Dodd's study (1985), five 
of the six items associated with the second factor were reverse-
scored items. Finding on the dichotomy of commitment may base 
upon the fact that the items are negatively worded, not the 
content. 
Studies have been conducted later to examine the 
dimensionality issue of organizational commitment. Meyer and 
AlIen (1984) developed the Affective commitment Scale (ACS) and 
the continuance commitment Scale (CCS) , aiming at measuring 
different components of organizational commitment. A few follow 
up studies have been carried out and were able to confirm the 
multidimensionality of organizational commitment (e.g., McGee & 
Ford 1987; Meyer, Paunonen, Gellatly, Goffin & Jackson 1989; 
Meyer, AlIen, & Gellatly 1990). Correlation analyses suggested 
that organizational commitment at least has two different 
components, the affective ' component and the continuance 
component. They are empirically distinguishable constructs with 
different correlates. The affective component refers to 
employees' emotional attachment to, identification .. with, and 
13 
involvement in, the organization. The continuance component 
refers to commitment based on. the costs that employees associate 




Sampling Procedures and Sample Characteristics 
Subjects were alumni of the Chinese University of Hong 
Kong from 1986 to 1990. Names and addresses were obtained from 
the Alumni Office. Through the random sampling method, 
questionnaires and self-addressed envelopes were sent to half of 
the alumni, totalling two thousand one hundred and thirty seven. 
Subjects were asked not to complete the questionnaire if 
they did not hold a full time job. Nine hundred and eleven 
questionnaires were returned. Twenty four (1. 3 %) blank 
questionnaires were returned because of changes in address or the 
subjects were still stUdying. There were too much missing data 
in forty questionnaires (2.2%) and these were disregarded. As a 
result, a total of 847 (39.6%) questionnaire were useful for 
analysis. 
Among the 847 useful respondents, there are 442 males 
(52.2%) and 398 females (47.0%). Nearly 80 percent (79.5%) of 
respondents are aged 23 to 28. There are 629 (74.3%) respondents 
who have been working in their current organization for less than 
two and a half years. On the other hand,. only 129 (12.9%) 
respondents have changed jobs more than two times since they 
graduated from the University. This may due to the fact that 535 
(63.2%) of the respondents graudated only three years ago. Other 
sample characteristics such as year of graduation and the 
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respondents' major in University are quite evenly spread among 
the variables. Thus, potential sampling bias should be minimal. 
More detailed analyses of the sample characteristics will be 
discussed in Chapter 4. 
The Measuring Instrument 
The survey was done through a self-reported questionnaire 
which was mailed to each subject. The objective of this study is 
to determine the level of organizational commitment and analyze 
its relationship with various variables. The subjects were asked 
to return the questionnaire in the self-addressed envelope. 
Organizational commitment 
The widely used 15-item Organizational commitment 
Questionnaire (OCQ) by Mowday, steers, Mowday & Boulian (1974) 
was used on a five-point Likert type response scale ranging from 
strongly disagree to strongly agree. The OCQ was chosen in this 
study so that comparisons can be made to numerous overseas 
studies which also used OCQ as their instrument of measurement. 
The OCQ has been widely used , in research with a wide range of job 
categories and has been shown to possess acceptable psychometric 
properties. 
The instrument includes a total of 15 items measuring the 
respondents' acceptance of organizational values, his willingness 
to exert effort to achieve organizational goals, and his 
perceptions concerning his loyalty towards the organization. 
These 15 items were identified to tap the three aspects in the 
. definition of· commitment. Several negatively phrased items were 
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rephrased in positive wordings to faciliate the scoring process 
and avoid possible doubt due to interpretational difficulty in 
factor analyses. Average of these 15 items became the indicator 
of the level of organizational commitment. Coefficient alpha of 
these items in this sample was .88. 
Motivational Job Characteristics 
Five core job characteristics including autonomy, task 
identity, skill variety, task significance, and job feedback were 
measured. There were totally 15 items, each characteristic being 
measured by 3 items. The items were modified from the Job 
Diagnostic Survey (JDS; Hackman & Oldham, 1975) so that they can 
fit into the 5-point Likert type response scale. Coefficient 
alphas for the five core job characteristics were as follows: 
autonomy, .66; task identity, .73; skill variety, .67; task 
significance, .79; job feedback, .60. 
The scores of each group of the 3 items were averaged to 
determine the estimated amount of individual characteristics in 
the respective job of each respondent. The Motivating Potential 
Score (MPS), which is an overall indicator of the amount of 
motivational job characteristics, was then calculated using the 
formula proposed by Hackman and Oldham (1976). Mathematically, 
MPS is the average of skill variety, task identity and task 
significance mutliplied by autonomy and job feedback. 
Intention to Leave and Job satisfaction 
Intention to leave was measured by 3 items. The 3-item 
measure of intention to turnover from Cammann, Fichman, Jenkins 
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and Klesh (1979) was modified so that the 5-point Likert response 
scale in this questionnaire could be used. The average score of 
these 3 items was used to estimate the strength of the 
respondent's intention in leaving his current organization. 
Coefficient alpha was .83. 
Job satisfaction of respondents was measured using the 
short form (20 items) of the Minnesota satisfaction Questionnaire 
(MSQ; Weiss, Dawis, England & Lofquist 1967) on the 5-point 
Llkert type response scale. The average score of the 20 items was 
used as an estimate of the respondent's job satisfaction level. 
Coefficient alpha was .86. 
other Variables 
Need for achievement was measured by 5 items. These items 
were adopted and modified from Edwards (1959). The average score 
of these 5 items was used to estimate the strength of the 
respondent's need for achievement in his job. Coefficient alpha 
was .72. 
Self-perceived performance was measured by 5 items. The 
average score of these 5 items was used to assess the extent to 
which respondents thought they were good performers. Coefficient 
alpha was .56. 
Personal Factors and Work Background 
Information on respondents' sex, age, tenure with the 
organization, monthly salary, number of jobs changed since 
. graduation, days of absence, year of graduation, faculty of major 




Respondents were asked not to respond to items which were 
considered non-applicable in their own situations. Any missing 
item was estimated using the average score of other applicable 
items. Missing items did not seem to invalidate the results of 
this study as there was no significant difference in results when 
cases with missing values were omitted in subsequent analyses. 
Language · 
There were two sets of questionnaire, one in English and 
one in Chinese. Measures for the two language versions were 
prepared by the method of backward translation (Brislin, 1970). 
These two sets of questionnaires were randomly distributed to 
subjects. The use of two sets of questionnaire in different 
languages aims at identifying any potential language problem in 
understanding the measurement items. A copy of the English 
version questionnaire is provided in the appendix. 
Analytical Framework 
Various statistics were calculated to assess the level of 
organizational commitment of respondents and the relationship of 
organizational commitment with other variables. Reliability 
coefficients (alphas) were calculated for each multiple item 
measure as reported in the above discussion. The means and 
standard deviations for all the mutiple item measures were also 
calculated. Correlation analyses between organizational 
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commi tment and var iables including intention to leave, 
respondents' need for achievement, self-percevied performance, 
job characteristics, job satisfaction, and personal factors etc. 
were performed. The levels of statistical significance in 
different analyses were noted. Finally, a factor analysis was 
done to determine the dimensonality of organizational commitment. 
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CHAPTER IV 
RESULTS AND ANALYSIS 
This chapter presents the findings of the project. Data 
collected were analyzed using the statistical Package for the 
Social sciences (SPSS). All detailed illustrations of the data 
shown in tabulated format are provided at the end of this report. 
Sample Characteristics and Work Background 
The demographic information of the respondents, e.g., sex, 
age, year of graduation, faculty of major study, and their work 
background (monthly salary, absence frequency, job tenure, 
frequency of job change) will be discussed in this section. with 
understanding in these areas , it is easier to analyze the 
relationships and correlations between the level of 
organizational commitment and various measures of the respondents 
in the coming sections. 
Sex and Age 
Among the 847 useful questionnaires, there are 442 males 
(52.2%), 398 females (47.0%) and seven missing data (0.8%). A 
majority of 777 respondents, representing a total of 92.5%, are 
aged below 30. Only 63 respondents (7.4%) are aged above 30. 
Please refer to tables 1 and 2 for more details of the breakdown 
of sex and age of the respondents. 
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Year of Graduation 
Subjects were alumni of the Chinese University of Hong Kong 
from 1986 to 1990. The distribution of respondents' years of 
graduation is rather evenly distributed. There are 201 
respondents (23.7%) graduated from 1990, 154 respondents (18.2%) 
from 1989, 180 respondents (21.3%) from 1988, 148 respondents 
(17.5%) from 1987 and 143 respondents (16.9%) from 1986. Such an 
evenly distributed sample helps to eliminate any potential bias 
which may distort the findings, as will be the case if 
respondents fall in only one or two particular years of 
graduation. Please refer to table 3 for more details of the 
distribution. 
Faculty of Major Study 
There are 226 respondents (26. 7 %) graduated from the 
Science Faculty, 208 respondents (24.6%) from the Social science 
Faculty, 206 respondents (24.3%) from the Business and 
Administration Faculty, 160 respondents (18.6%) from the Arts 
Facul ty. A minor i ty of 29 respondents (:f~ 4 %) belong to the 
Medicine Faculty. Please refer to table 4 for more details. 
Monthly Salary 
It is very uncommon that the monthly salary for university 
graduates is less than HK$S,OOO. Only two respondents (0.2%) earn 
a monthly salary belowHK$S,OOO. Most respondents (73.3%) earn 
a monthly salary ranging from HK$7,S01 to HK$17,SOO. There are 
170 respondents (20.1%) who earn more than HK$17,500 per month. 
This data is in line with the estimate. since the respondents are 
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young and have graduated from university for less than five 
years, the range of these monthly salary is reasonable in the 
labor market of Hong Kong. Please refer to table 5 for more 
details. 
Absence Frequency 
There are 623 respondents (73.6%) who have, on average, 
taken zero day of absence per month for reasons 
. . 
other than 
ordinary vacation since they have been working on their current 
jobs. Reasons other than ordinary vacation include illness, 
family responsibilities, personal business etc. There are 164 
respondents (19.4%) and 23 respondents (2.7%) who have taken one 
day of absence per month and two days of absence per month 
respectively. Only eight respondents (0.9%) have taken three days. 
and twelve respondents (1.4%) have taken four or more days of 
absence. Please refer to table 6 for more details. 
The above data shows that the problem of absenteeism is 
not serious among the respondents. Our respondents respresent an 
elite minority group of Hong Kong employees who are, or will be 
occupying supervisory and managerial positions. This is an 
encouraging result as it indicates that the work ethics and 
attitudes of our subjects are quite good in the midst of the 
tight job market and the brain drain problem. 
Years in Current Job 
Only a minority of 176 respondents (20.6%) have been 
working in their current jobs for more than three and a half 
years. This is reasonable because subjects were alumni of the 
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Chinese University of Hong Kong from 1986 to 1990, which meant 
that they all have less than five years of working experience. 
There are 535 respondents (63.2%) graduated after 1988 and they 
all have been working for less than three years. Please refer to 
table 7 for more details of the breakdown. 
Frequency of Job Change 
There are only 27 respondents (3.2%) who have changed jobs 
for four times and 22 respondents (2.6%) who have changed jobs 
for five or more times since they graduated from the University. 
Not taking into consideration of the 1.2 percent of missing data 
in this item, 93 percent of the respondents have changed jobs for 
three or less than three times since graduation. 
The majority of respondents, accounting for over seventy 
percent of the total size, have never or only changed job once 
since graduation. There are 342 respondents (40.4 %) who are 
working in the same company and 252 respondents (29.8%) who have 
only changed job once since graduation. Only a moderate 
percentage of people have changed job for two or three times. 
There are 114 respondents (l3.5%) who have changed job for two 
times and 80 respondents (9.4%) who have changed job for three 
times since graduation. Table 8 shows the respondents' frequency 
of job change. 
Data Analysis 
All analyses were conducted in both the Chinese and the 
. English version quesionnaires. Data collected from these two 
,samples were combined to yield data for the total respondents. 
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When data collected from the Chinese version questionnaire was 
compared to that collected from the English version 
questionnaire, there appeared to be no systematic differences. 
Language does not appear to be a barrier for the respondents in 
understanding the measurement items as there are only minor 
differences between the two language sub-samples. Although data 
analyses for the two sub-samples were also provided in this 
project, those analyses were only for supplementary information. 
In all discussions that follow, we will be focusing on "the data 
of the total sample~ 
Reliability Coefficient 
Reliability coefficients (alphas) were calculated for all 
mutiple item measures including (1) organizational commitment; 
(2) intention to turnover; (3) need for achievement; (4) self-
perceived performance; (5) ~utonomy; (6) task identity; (7) skill 
variety; (8) job feedback; (9) task significance; and (10) job 
satisfaction. Reliability coefficients for all these ten measures 
in the two different langauge versions are shown in table 9. 
There appeared to be no systematic differences among the two 
language versions. All the figures are very close to each other 
except that the .coefficient alpha of job feedback in the English 
version was significantly lower than that of the Chinese version 
" (0.39 versus 0.77). 
Means and Standard Deviations 
The means and standard deviations for all the multiple 
item measures for the Chinese and the English version, together 
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with the -total sample data are shown in table 10. Again, there 
appeared to be no systematic differences. 
Except the score on organizational commitment and 
intention to turnover, the scores on other measures have a mean 
score above 3.30. This result is in line with our expectation 
that Uni versi ty graduates, in general, should demand higher 
requirements from their jobs in those aspects such as need for 
achievement, autonomy, task significance, and job feedback etc. 
The standard deviation of intention to turnover of 0.96 
is high on a mean score - of 2.93. This indicates that some 
respondents have a high intention of quitting their current jobs 
while some respondents have a relatively low intention to quit. 
standard deviations of the respondents' self-perceived 
performance (0.50) and job satisfaction (0.49) are the lowest. 
Respondents have similar perceptions on the level of job 
satisfaction and their own job performance. On average, they are 
satisfied with their jobs and consider their performance well. 
Level of Organizational Commitment 
The grand mean score of organizational commitment is 3.00. 
Table 11 shows the level of organizational commitment by year of 
graduation. The score ranges from the highest of 3.06 for 
respondents graduated in 1989 to the lowest of 2.91 for 
respondents graduated in 1987. Table 12 shows the level of 
organizational commitment by faculty of major study. The score 
ranges from the highest of 3.17 for the Medicine graduates and 
. the lowest of 2.94 for the Business and Administration graduates. 
A breakdown of the organizational commitment scores by 
26 
year of graduation and faculty of major study is shown in table 
14. There appeared to be no systematic trend and differences. It 
is interesting to note that the level of organizational 
commi tment among respondents graduating from the Faculty of 
Medicine are high compared with other respondents. However, the 
score dropped to 2. 87 for the 1986 Medicine graduates. More 
investigations need to be conducted before a conclusion can be 
made concerning such variations. 
Through the test of analyses of variance (ANOVA), we 
cannot conclude that the level of organization commitment is 
different due to year of graduation and faculty of major study. 
The difference in magnitude of organizational commitment scores 
among respondents from different years of graduation or different 
facul ty of maj or study is not significant in the analyses. Please 
refer to table 14 for details of the result of the ANOVA test. 
Correlations of Organizational Commitment 
and Other Measures 
Correlations of organizational commitment and other 
measures were conducted in the Chinese and the English sub-
samples, and the total sample. All correlations and their levels 
of significance among all measures were in tables 15 to 17. 
Organizational commitment was significantly correlated 
with all the five core job characteristics (autonomy, task 
identity, skill variety, job feedback and task significance) and 
the Motivating Potential Score (MPS). It was also significantly 
'correlated with intention to turnover, job satisfaction and two 
other variables: need for achievement and self-perceived 
performance. As for personal 




and work background, 
between organizational 
commitment and age, job tenure, and pay. However, no significant 
relationship was found between organizational commitment and sex, 
frequency of job change, and days of absence from work. 
Correlations of Organizational Commitment 
with Personal Factors and Work Background 
Contrary to the results in some past studies (e. g. , 
Hrebiniak & Alutto, 1972; Chow 1990), no significant correlation 
was found between organizational commitment and sex. Different 
sexes do not exhibit distinctively different levels of 
organizational commitment in this sample. For University 
graduate, female employees in Hong Kong may not experience 
different treatments when compared with their male conterparts, 
especially during the first few years in their career. Therefore, 
it is reasonable to observe similar results for both sexes. 
Frequency of job change 
There is also no relationship between organiiational 
commi tment and the frequency of j ob change. That means, the level 
of organizational commitment will not be affected by the number 
of job change. A frequent job hopper does not necessarily have 
a lower level of organization-al commitment. 
Days of absen'ce 
Again, there is no relationship between organizational 
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commitment and the frequency of absence (other than ordinary 
vacations) from work. Although it is a general belief that less 
committed employees may more often find excuses to be away from 
work, this is not the case in this sample. 
Age 
There is a positive relationship between organizational 
commitment and age (r=.12, p<.OOl). Although the correlation 
. found in this sample is not strong, an increase in age tends to 
increase with the level . of organizational commitment. . Younger 
respondents who have not invested a great deal in their careers 
are less committed to their organizations than those older 
respondents whose career is more developed. Moreover, age can 
reduce the attractiveness of individuals to other organizations, 
thus reducing their mobilities. 
Level of Pay 
Similar to age~ there is a positive relationship between 
organizational commitment and pay (r=.13, p<.OOl). The level of 
organizational commitment tends to increase with the level of pay 
the ~espondents receive. The more an employee has at stake in an 
organization, e.g., high pay, the more he could lose by leaving 
the organization, and the more he is committed to the 
organization. 
Job tenure 
Job tenure is weak but significantly correlated with 
organizational commitment (r~.o6, p<.05). Length of service is 
positively associated with the level of organizational 
·commitment. A· longer period of service with an organization 
suggests more accumulation of organizational resources and the 
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development of an organizational career. Employees will be more 
bind to an organization by such programmes like pension scheme, 
profit-sharing plan as they stay longer in the organization. They 
will be more committed to the organization as they stay longer 
since·the sacrifice will grow larger if they leave. 
Correlations of Organizational commitment and 
Motivational Job Characteristics 
There are strong positive correlations between 
organizational commitment and the five core job characteristics. 
The differences in the magnitude of the correlation coefficients 
of these five measures is small. They range from the lowest of 
0.31 for task identity to the highest of 0.38 for autonomy and 
skill variety. The correlation with Motivating Potential Scores 
is the highest (r=.66, p<.001). This result supports the view 
that the job nature and characteristics itself affects the level 
of organizational commitment. 
Correlation of Organizational Commitment 
with Job satisfaction 
Organizational commitment correlates positively with job 
satisfaction (r=.66, p<. 'OOl). The level of organizational · 
commitment increases as the level of job satisfaction increases. 
Highly committed employees tend to be more satisfied with their 
jobs. 
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Correlation of Organizational Commitment 
with Intention to Turnover 
Organizational commitment correlates negatively with 
intention to turnover (r=-.71, p<.OOl). This result is in line 
with past research results. The more the respondent intends to 
leave the organization, the less committed he is towards the 
organization. 
Correlations of organzational commitment 
with other Variables 
There are also positive correlations between 
organizational commitment and need for achievement, and self-
perceived performance. The level of achievement increases with 
the level of organizational commitment (r=.27, p<.OOl). Also, 
highly committed employees tend to perceive themselves as 
performing better in their jobs (r=.17, p<.OOl). 
Mutlidimensionality of Organizational Commitment 
by Factor Analysis 
Factor analysis was conducted to identify ~ny dimensions 
that underlie organizational commitment and to examine the nature 
of its multidimensionality. The rotated factor loadings (by the 
option of VARlMAX in SPSS) are shown in table 18. Items 2, 5, 6, 
8, 10, 11, 12, 13, 14 and 15 load heavily on the first factor. 
; Items 7 and 9 load heavily ori the second factor. Items 1, 3 and 
4 load heavily on the third factor. 
Factor 1 accounted for 38.6 percent of variance. Factor 




for 7.0 percent of variance. The total percentage of variance 
accounted for by these three factors is only 53. 5% . This is 
relatively low when compared with other studies in this topic. 
These random errors may due to the fact that respondents in this 
sample come from a diversity of organizations both in terms of 
types and sizes. Most of the past studies focus on analysis of 
employees in the same organization. 
When the items associated with each factor were examined, 
it is very difficult to conclude whether individual it~ms 
associated with the three different factors reveal contructs 
distinct from one another. This process is especially difficult 
when there are only two items heavily loaded on factor 2 and 
three items heavily loaded on factor 3. 
Items associated with factor 1 are items which concern 
commitment with the organization due to positive feelings towards 
the organization, e.g., employees agree with company policies; 
the company inspires the best in employees; or employees are 
glad to choose the company to work for, etc. Factor 1 can be 
termed affective or attitudinal commitment. The individual 
identifies with the organi~ation and is committed to maintain 
membership in order to pursue its goals. 
The two items (item 7 & 9) which loaded heavily in factor 
2 are items related to the causes and consequences of leaving the 
organization. Item 7 states that employees could not work as well 
for a different organization. Item 9 states that it would take 
very great change in the employees I present circumstances to 
cause them to leave. Factor 2 can be considered as the behavioral 
or continuance commitment. The individual . is always weighing the 
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co.sts and benefits while considering whether to leave the 
organization or not. 
There are three items (item 1, 3 & 4) which are heavily 
loaded in factor 3. These three items describe loyalty towards 
the organization and the willingness in providing extra efforts 
to help the organization succeed, and to accept any assignments 
in order to stay with the organization. These items describe the 
individualfs responsibility and obligations to the organization. 
Factor 3 can be termed as the normative commitment. The 
individual feels that he should be loyal to the organization and 
should make sacrifices on its behalf. 
Our findings of the above three components of 
organizational commitment match with the arguments of AlIen and 
Meyer (1990). "The affective component of organizational 
commitment refers to employees' emotional attachment to, 
identification with, and involvement in, the organization. The 
continuance component refers to commitment based on the costs 
that employees associate with leaving the organization. Finally, 
the normative component refers to employees' feelings of 
obligation to remain with the. organization." (AlIen & Meyer 1990, 
pp. 1) However, We should be cautious with the result of the 
factor analysis done in this sample. It requires further 
interpretation and analysis as there are too few items in factor 
2 and factor 3. Moreover, factor 2 and factor 3 only account for 
7.7 and 7.0 percent of the total variance respectively. 
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, CHAPTER V 
DISCUSSION AND CONCLUSION 
Level of Organizational Commitment 
Two earlier studies have been conducted on organizational 
commitment among employees in Hong Kong (Chow, 1990; Wong, 1992). 
The grand mean score of organizational commitment obtained from 
this project is 3.00. Our score is very close to the score of 
- 3-.03 in Wong (1992) where the sample includes employees in 
different level of jobs. Seventy percent of Wong's (1992) sample 
were non-degree holders and seventy percent earn less than 
HK$10,000 a _month. 
However, our result differs from Chow (1990) in which a 
mean score of 4.21 was obtained. Chow's (1990) respondents 
included more than 85% degree holders, 85% male, and 40.5% 
married persons. Total number of respondents is 201. Age 
distribution is more widely spread than the sample in this 
sample. There is 51.8% respondents aged between 20 to 29 and 
47.2% respondents aged between 30 to 39. The fact that degree 
holders account for the maj ori ty in Chow's study could not 
explain the excepti~nally high score obtained as all respondents 
in this sample are also degree holders, but our mean score is 
only 3.00. A point worth noting is that 48.2% of Chow's 
respondents are aged above 30 and over 80% of respondents have 
been working in their current organization for one to five years. 
This contrasts with the young sample we have in this study. 
Gen~rally speaking, mobility of employees usually 
~ . . ' 
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decreases with age. Moreover, according to Meyer and AlIen 
(1984), the longer an .employee stays with an organization, the 
more he is bound to that organization through various extraneous 
interests such as seniority, pension pay etc. This is called 
continuance commitment which is a component of organizational 
commitment. It is possible that respondents in Chow's (1990) 
study are highly committed to their organizations just because 
they need to. This explains why organizational commitment was 
found to be high in Chow's (1990) study in the unstable situation 
of high emigration and tight local job market in Hong Kong. 
It will be a premature conclusion that organizational 
commi tment is still high among Hong Kong employees. The work 
sentiment is actually not so good as can be seen from the scores 
obtained in Wong's (1992) study and the current sample. The 
situation is quite severe when the organizational commitment 
scores of Hong Kong employees are compared to employees elsewhere 
in the world. 
As shown in table 19, the organizational commitment score 
among Hong Kong employees is the second lowest, just following 
south Africa whose score is . 2.33. Special attention should be 
drawn towards the low organizational commitment among employees 
in Hong Kong, espe~ially when this score is obtained from a 
sizable sample of university graduates. 
Nature of Organizational commitment 
It is insufficient to focus only on the magnitude of the 
organizational commitment score because the nature of the 
commitment ' also counts . Affective conuni tment of employees was 
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found to be positively related to their measured job performance. 
However, continuance commitment was negatively related (Meyer, 
Paunonen, Gellatly, Goffin & Jackson, 1989). In order to obtain 
better job performance among employees, companies in Hong Kong 
should learn how to cUltivate affective commitment, rather than 
to develop continuance commitment. 
Some companies explicitly develop compensation programs 
to bind employees for a longer period. For example, long service 
payment is paid to employees with more than three years service. 
The amount will increase more than proportionately with an 
increase in years of service. Also, vesting period for pension 
schemes is shortened to tailor the need of Hong Kong employees 
who, in general, focus on a shorter term horizon. If the vesting 
period is too long, employees will not be bind by this program. 
Companies who execute these programs are in effect only 
delaying the problem, but without really solving it. Although the 
benefits may be effective in binding the employees, there is no 
guarantee that employees who stay will contribute to the 
effectiveness of the organization and perform well. There is an 
additional danger that employees who cannot afford to leave the 
organization may just work at a minimal 
maintain their jobs. What companies need 
required level to 
are employees who 
identify with the organization and feel emotionally attached to 
it. Only these employees will work hard towards the success of 
the orgnization. 
The findings in this sample indicate that organiza~ional 
commitment positively correlates with certain variables. Some 
variables · such as age, job tenure cannot be changed by 
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organizations. However, organizations can focus on those areas 
which can be influenced. In fostering . affective commitment, 
organizations should try to analyzethe core job characteristics 
and employees I job satisfaction. In successfully raising job 
satisfaction and improving job characteristics including 
autonomy, task identity, skill variety, job feedback and task 
significance, chances that employees will be committed to the 
organization will be increased. 
Conclusion 
Since human resources is a very important function in 
organizations and contributes a lot to its success, it is hoped 
that employers will put more attention to the level of 
organizational commitment of their employees. Although there are 
many other factors which also affect organizational success, 
organizations will surely perform better if they have more 
commi tted employees.' 
Any generalization of the findings in this study must be 
made carefully as the sample of this study is limited to 
university graduates of the Chinese University of Hong Kong. The 
report of this descriptive research 'focuses on providing a 
general understanding on the level of organizational commitment 
and its characteristics among Hong Kong employees. For more 
detailed analysis on determining the predictive power and the 
relationships of various variables including organizational 
commitment, job satisfaction, and turnover, longitudinal studies 




















SAMPLE CHARACTERISTICS AND WORK BACKGROUND 
AGE DISTRIBUTION 
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AGE FREQUENCY PERCENT CUMULATIVE PERCENT 
below 23 yrs old 27 3.2 3.2 
23 - 24 203 24 27.4 
25 - 26 234 27.6 55.2 
27 - 28 236 27.9 83.3 
29 - 30 77 9.1 92.5 
above 30 63 7.4 100 
missing 7 0.8 
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TABLE 3 
SAMPLE CHARACTERISTICS AND WORK BACKGROUND 
YEAR OF GRADUATION 
YEAR FREQUENCY PERCENT CUMULATIVE PERCENT 
1990 201 23.7 24.3 
1989 154 18.2 42.9 
1988 180 21.3 64.6 
1987 148 17.5 82.5 
1986 143 16.9 99.8 
1985 2 0.2 100.0 
missing 19 2.2 
40 
TABLE 4 
SAMPLE CHARACTERISTICS AND WORK BACKGROUND 
FACUL TV OF MAJOR STUDY 
MAJOR FREQUENCY PERCENT CUMULATIVE PERCENT 
Arts 160 18.6 19.3 
Science 226 26.7 46.6 
Social Science 208 24.6 71.7 
Business Admin 206 24.3 96.5 
Medicine 29 3.4 100.0 
missing 18 2.1 
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. TABLE 5 
SAMPLE CHARACTERISTICS AND WORK BACKGROUND 
MONTHL Y SALARY DISTRIBUTION 
MONTHL Y SALARY FREQUENCY PERCENT CUMULATIVE PERCENT 
below HK$5,OOO 2 0.2 0.2 
HK$5,OOO - HK$7,500 41 4.8 5.1 
HK$7,501 - HK$10,000 128 15.1 20.4 
HK$10,001 - HK$12,500 182 21.5 42.2 
HK$12,501 - HK$15,000 217 25.6 68.1 
HK$15,001 - HK$17,500 97 11.5 79.7 
HK$17,501 - HK$20,000 53 6.3 86.0 
above HK$20,000 117 13.8 100.0 
missing 10 1.2 
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TABLE 6 
SAMPLE CHARACTERISTICS AND WORK BACKGROUND 
ABSENCE FREQUENCY (days per month) 
DAYS FREQUENCY PERCENT CUMULATIVE PERCENT 
0 623 73.6 75.1 
1 164 19.4 94.8 
2 23 2.7 97.6 
3 8 0.9 98.6 
4 or more 12 1.4 100.0 
missing 17 2.0 
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TABLE 7 . 
SAMPLE CHARACTERISTICS AND WORK BACKGROUND 
YEARS IN CURRENT JOB 
YEAR FREQUENCY PERCENT CUMULATIVE PERCENT 
1/2 - 1 135 15.9 15.9 
1 - 1 1/2 121 14.3 30.2 
1 1/2 - 2 178 21.0 51.2 
2 - 2 1/2 71 8.4 59.6 
2 1/2 - 3 124 14.6 74.3 
3 - 3 1/2 42 5.0 79.2 
3 1/2 - 4 69 8.1 87.4 
4 -4 1/2 18 2.1 89.5 
above 4 1/2 89 10.5 100.0 
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TABLES _ . 
SAMPLE CHARACTERISTICS AND WORK BACKGROUND 
FREQUENCY OF JOB CHANGE 
NO. OF TIMES FREQUENCY PERCENT CUMULATIVE PERCENT 
0 342 40.4 40.9 
1 252 29.8 71.0 
2 114 13.5 84.6 
3 80 9.4 94.1 
4 27 3.2 97.4 
5 15 1.8 99.2 
above 5 7 0.8 100.0 
missing 10 1.2 
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TABLE .9 
COEFFICIENT ALPHAS FOR ALL THE MEASURES 
NO. OF . CHINESE ENGLISH TOTAL 
ITEMS VERSION VERSION SAMPLE 
SAMPLE SIZE 443 404 847 
ORGANIZATIONAL COMMITMENT 15 0.89 0.88 0.88 
INTENTION TO TURNOVER 3 0.83 0.84 0.83 
NEED FOR ACHIEVEMENT 5 0.75 0.69 0.72 
SELF-PERCEIVED PERFORMANCE 5 0.57 0.58 0.55 
AUTONOMY 3 0.58 0.72 0.66 
TASK IDENTITY 3 0.68 0.81 0.73 
SKILL VARIETY 3 0.62 0.71 0.67 
JOB FEEDBACK 3 0.77 0.39 0.60 
TASK SIGNIFICANCE 3 0.82 0.74 0.79 
JOB SATISFACTION 20 0.85 0.86 0.86 
. . 
• .... ... . _ • .: . . ..... _ . . _ , • I.. 
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TABLE 10 
MEANS AND STANDARD DEVIATIONS (IN PARENTHESIS) 
CHINESE VERSION ENGLISH VERSION TOTAL SAMPLE 
ORGANIZATIONAL COMMITMENT 3.01 2.98 3.00 
(0.58) (0.60) (0.59) 
INTENTION TO TURNOVER 2.89 2.97 2.93 
(0.96) (0.96) (0.96) 
NEED FOR ACHIEVEMENT 3.61 3.74 3.67 
(0.55) (0.51 ) (0.53) 
SELF-PERCEIVED PERFORMANCE 3.30 3.31 3.30 
(0.48) (0.52) (0.50) 
AUTONOMY 3.51 3.61 3.56 
(0.68) (0.77) (0.73) 
TASK IDENTITY 3.34 3.60 3.46 
(0.74) (0.83) . (0.79) 
SKILL VARIETY 3.38 3.54 3.46 
(0.71 ) (0.74) (0.73) 
JOB FEEDBACK 3.54 3.29 3.42 
(0.69) (0.62) (0.67) 
TASK SIGNIFICANCE 3.51 3.63 3.56 
(0.82) (0.73) (0.78) 
MOTIVATING POTENTIAL SCORE 44.60 45.00 44.77 
(18.50) (20.30) (19.37) 
JOB SATISFACTION 3.28 3.42 3.35 
(0.47) (0.51 ) (0.49) 
Note: "1" stands for strongly disagree or very dissatisfied whereas" 5" stands for strongly agree 
or very satisfied (except for Motivating Potential Score). 
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TABLE 11 . 
LEVEL OF ORGANIZATIONAL COMMITMENT BY YEAR OF GRADUATION 
ORGANIZATIONAL NO. OF 
YEAR OF GRADUATION COMMITMENT SCORE RESPONDENTS 
1990 2.98 201 
1989 3.06 154 
1988 2.99 180 
1987 2.91 148 
1986 3.03 143 
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TABLE 12 
LEVEL OF ORGANIZATIONAL COMMITMENT BY FACUL TV OF MAJOR STUDY 
ORGANIZATIONAL NO. OF 
FACULTY COMMITMENT SCORE RESPONDENTS 
ARTS 3.02 159 
SCIENCE 2.95 226 
SOCIAL SCIENCE 3.05 208 
BUSINESS ADMIN 2.94 204 
MEDICINE 3.17 29 
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TABLE 13 
ORGANIZATIONAL COMMITMENT SCORE BY YEAR OF GRADUATION & FACUL TV OF STUDY 
(NUMBER OF RESPONDENTS IN PARENTHESIS) 
YEAR/MAJOR ARTS SCIENCE SOCIAL SCIENCE BUSINESS ADMIN MEDICINE 
1990 3.11 2.99 2.92 2.92 3.36 
(35) (48) (54) (58) (6) 
1989 2.83 2.98 3.16 3.15 3.4 
(26) (41 ) (44) (37) (6) 
1988 3.15 2.95 2.98 2.87 3.18 
(43) (44) (46) (43) (4) 
1987 3.05 2.83 3.06 2.73 3.16 
(31 ) (42) (34) (36) (5) 
1986 2.79 2.99 3.25 3.11 2.87 
(24) (51 ) (30) (30) (8) 
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TABLE 14 





DEGREES OF SUM OF MEAN SIGNIFICANCE 
FREEDOM SQUARES SQUARES F-RATIO OF F 
4 1.827 0.457 1.320 0.261 















































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































FACTOR ANAL YSIS 
ROTATED FACTOR LOADINGS 
ITEM DESCRIPTION FACTOR 1 FACTOR 2 FACTOR 3 
2. Talk up organization 0.59· -0.02 0.37 
5. One's values & org's similiar 0.62· 0.05 0.27 
6. Proud to tell others 0.73· 0.07 0.26 
8. Inspires the best in me 0.58· 0.38 0.09 
10. Glad I chose this org. 0.66· 0.36 0.76 
11. Lots to gain if stay 0.59· 0.38 0.16 
12. Agree with policies 0.59· 0.13 0.58 
, 3. Care about org. fate 0.49· 0.07 0.36 
14. Best org. to work for 0.58* 0.47 0.11 
- 15. Correct decision to work 0.70· 0.33 0.06 
for this org. 
7. Work less well elsewhere 0.10 0.77· 0.18 
9. Great changes to cause leave 0.30 0.69· 0.52 
1. Effort beyond expectation 0.23 -0.03 0.78· 
3. Loyal to organization 0.34 0.28 0.67· 
4. Accept any assignment . -0.02 0.41 0.56· 
Eigenvalues 5.80 1.16 1.05 
0/0 Variance accounted for 38.60 7.70 7.00 
• Items loadings defining factors 
55 
TABLE 19 
ORGANIZATIONAL COMMITMENT SCORES FOR SAMPLES IN DIFFERENT COUNTRIES 
SAMPLE STANDARD 
COUNTRY SIZE MEAN . DEVIATION SOURCES 
Hong Kong 201 4.21 N.R. Chow 1990 
Canada 510 3.78 0.72 Rosenkrantz, Luthans & Joynt 1989 
Canada 84 3.61 0.54 Rosenkrantz, Luthans & Joynt 1989 
United States 1,181 3.61 N.R. Luthans, McCaul & Dodd 1985 
Norway 67 3.58 0.60 Rosenkrantz, Luthans & Joynt 1989 
United States 406 3.53 0.71 Rosenkrantz, Luthans & Joynt 1989 
Korea 302 3.29 N.R. Luthans, McCaul & Dodd 1985 
Japan 176 3.21 N.R. Luthans, McCaul & Dodd 1985 
Hong Kong 83 3.03 0.56 Wong 1991 
South Africa 122 2.33 0.53 Rosenkrantz, Luthans & Joynt 1989 
Hong Kong 847 3.00 0.59 This study 
Notes: N. R. = not reported 
APPENDIX 56 
INSTRUCTIONS 
All the questions are multiple-choice items. There are no right 
or wrong answers. Please circle the number which represents your 
best response. 
For non-applicable or items you do not want to respond, just 
leave them blank. Thank you! 
SECTION 1 










1~ I am willing to put in a great deal of effort 1 2 3 4 5 
beyond that normally expected in order to help 
this organization be successful. 
2. I talk up this organization to my friends as a 1 2 3 4 5 
great organization to work for. 
3. I feel very great loyalty to this organization. 1 2 3 4 5 
4. I would accept almost any type of job assignment 1 2 3 4 5 
in order to keep working for this organization. 
5. I find that my values and the organization's 1 2 3 4 5 
values are very similar. 
6. I am proud to tell others that I am part of 1 2 3 4 5 
this organization. 
7. I could not work for a different organization as 1 2 3 4 5 
well even the type of work were similar. 
8. This organization really inspires the very best 1 2 3 4 5 
in one in the way of job performance. 
9. It would take very great change in my presentl 2 3 4 5 
circumstances to cause me to leave this 
organization. 
10. I am extremely glad that I choose this 1 2 3 4 5 
organization to work for, over others I was 
considering at the time I joined. 
11. There's much to be gained by sticking with this 1 2 3 4 5 
organization indefinitely. 
12. Often, I find it easy to agree with this 1 2 3 4 5 
organization's policies on important matters 
relating to its employees. 





Neither Agree nor Disagree 
Disagree 
Strongly Agree, I 
14. For me this is the best of all possible 1 2 3 4 5 
organizations for which to work. 
15. Deciding to work for this organization was 1 2 3 4 5 
a definite correct decision on my part. 
16. I often think about quitting. 1 2 3 4 5 
17. I will probably look for a new job in the 1 2 3 4 5 
next year. 
18. If I were completely free to choose, I would 1 2 3 4 5 
prefer continue working in this organization. 
19. I always do my best work when my job assignments 1 2 345 
are fairly difficult. 
20. I always try very hard to improve my past 1 2 3 4 5 
performance at work. 
21. I always take moderate risks and stick with 1 2 3 4 5 
it to get ahead at work. 
22. I always try to get added responsibilities on 1 2 3 4 5 
my job. 
23. I always try to perform better than my 1 2 3 4 5 
co-workers. 
24. My job performance is better than other people 1 2 3 4 5 
of the same position. 
25. My job performance is excellent for the present 1 2 3 4 5 
position. 
26. I am an average worker. 1 2 3 4 5 
27. There are a lot of rooms to improve my job 1 2 3 4 5 
performance. 
28. My job performance is so good that I deserve 1 2 3 4 5 
a large raise in salary' than other employees 
in this organization. 
29. My job gives me almost complete responsibility 1 2 3 4 5 
for deciding how and when the work is done. 
30. My job involves doing the whole piece of work, 1 2 3 4 5 
from start to finish, the results of my 
activities are easily seen in the final product 
or service. 
31. My job requires me to do many different things, 1 2 3 4 5 
using a number of different skills and talents. 
32. The outcomes of my work can affect other people 1 2 3 4 5 
in very important ways. 
33. The job is set up so that I get almost constant 1 2 3 4 5 
"feedback,r as I would about how well I am 
doing. 
34. The job requires me to use a number of complex 1 2 3 4 5 




Neither Agree nor Disagree 
Disagree 
Strongly Agrej I 
35. The job provides me the chance to arrange an 1 2 3 4 5 
entire piece of work from beginning to end. 
36. Doing the job itself provides many chances for 1 2 3 4 5 
me to figure out how well I am doing. 
37. There is so much variety in my job. 1 2 3 4 5 
38. This job is one where a lot of people can be 1 2 3 4 5 
affected by how well the work gets done. 
39. The job provides me the chance to use my 1 2 3 4 5 
personal initiative or judgement in carrying 
out the work. 
40. The job provides me the chance to completely 1 2 3 4 5 
finish the pieces of work I begin. 
41. The job itself provides quite a few clues about 1 2 3 4 5 
whether or not I am performing well. 
42. The job gives me considerable opportunity for 1 2 3 4 5 
independence and freedom in how I do the work. 
43. The job itself is very significant or important 1 2 3 4 5 
in the broader scheme of things. 
SECTION II 
The extent to which you are satisfied with the following aspects 














Being able to keep busy all the time. 
The chance to work alone on the job. 
The chance to do different things from time 
to time. 
The chance to be "somebody" in the community. 
The way my boss handles his men. 
The competence of my supervisor in making 
decision. 




1 2 345 
1 2 3 4 5 
1 2 345 




Neither satisfied nor Dissatisfied 
Dissatisfied 
Very Dissatisfier I 
8. The way my job provides for steady employment 1 2 3 4 5 
9. The chance to do thing for other people. 1 2 3 4 5 
10. The chance to tell people what to do. 1 2 3 4 5 
11. The chance to do something that makes use of 1 2 3 4 5 
my abilities. 
12. The way company policies are put into practice. 1 2 3 4 5 
13. My pay and the amount of work I do. 1 2 3 4 5 
, 14. The chance for advancement on this job. 1 2 3 4 5 
15. The freedom to use my own judgement. 1 2 3 4 5 
16. The chance to try my own methods of doing the 1 2 3 4 5 
job. 
17. The working conditions. 1 2 3 4 5 
18. The way my co-workers get along with each other. 1 2 3 4 5 
19. The praise I get for doing a good job. 1 2 3 4 5 












6. above 30 
3. How many years are you in your present job position? 
1. below 1/2 year 
2. 1/2 - less than 1 
3. 1- less than 1 1/2 
4. 1 1/2 ~ less than 2 
5. 2 - less than 2 1/2 
6. 2 1/2 - less than 3 
7. 3 - less than 3 1/2 
8. 3 1/2 - ' less than 4 
9. 4 -less than 4 1/2 
10. 4 1/2 - 5 
60 
4. Monthly salary (HK$) 
1. below HK$5,000 
2. HK$5,000 - HK$7,500 
3. HK$7,501 - HK$10,000 
4. HK$10,001 - HK$12,500 
5. HK$12,501 - HK$15,000 
6. HK$15,001 - HK$17,500 
7. HK$17,501 - HK$20,000 
8. above HK$20,000 
5. Since Graduated from CUHK, the number of times you have 







7. above 5 
6. Since being on this job, on average how many days per month 
have you been absent for reasons other than vacation (e.g. 
illness, family responsibilities, personal business, etc.) 
that are not ordinary vacation? 




5. 4 or more days 







8. In CUHK, your major was in: 
1. Faculty of Arts 
2. Faculty of Science 
3. Faculty of Social Science 
4. Faculty if Business Administration 
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